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Abstract
Purpose – This study aims to examine the influence of the three dimensions of travel agents’ manager
competencies – ability, motivation and opportunity seeking – on knowledge transfer and travel agents’
performance. In addition, the study investigates how employee’s absorptive capacity moderates the
effects of managers’ competencies on knowledge received by the employees and moderates the
effects of knowledge received by the employees on travel agents’ performance.
Design/methodology/approach – A positivist research philosophy was adopted with a quantitative
approach, in which quantitative data were gathered based on questionnaires to tackle different
stages of the study. To test the hypotheses, a self-administrated face-to-face survey of about 42
questions, launched on November 7, 2016, was used to compile response from top and medium
management Category A travel agents operating in Egypt.
Findings – Based on a sample of 577 travel agents’ frontline employees, the results showed that
the three dimensions of travel agents’ competencies have a positive effect on knowledge received
by the employee. Findings further indicated that knowledge received by employee mediates the link
between these three competencies and travel agents’ performance. The link between the
competencies and knowledge received by the employee was found to be positively moderated by
employee absorptive capacity. Moreover, these findings suggested that the relationship between
knowledge received and travel agents’ performance is stronger when employees’ absorptive
capacity is greater.
Research limitations/implications – This study is bound by certain limitations that also provide
fertile grounds for further research. First, the study examined how an employee’s absorptive
capacity moderates the effects of managers’ competencies on knowledge received by the
employees and moderates the effects of knowledge received by the employees on travel agents’
performance. However, innovation as a dependent variable can be investigated. Second, one
limitation is that the study is restricted to Category A travel agents only in Greater Cairo. Third,
examining the antecedents of ability, motivation and opportunity seeking to transfer knowledge is
also important.
Practical implications – It is important for travel agents, owners, managers and employees to
acknowledge absorptive capacity as a critical component for organizations to sustain, grow and
compete. Travel agents can also take steps to develop their employees’ absorptive capacity. Doing
so would further enhance the success of knowledge, employees and travel agents’ performance.
Also, travel agents’ top management has to ensure their employees’ absorbing knowledge,
identifying and recognizing external knowledge, processing and understanding it, combining it with
existing knowledge and applying the new knowledge to commercial ends. Hence, the development
of absorptive capacity contributes to a travel agent’s achievement of competitive advantage.
Originality/value – This study contributes to the literature by expanding the extant literature on
knowledge transfer and absorptive capacity by investigating the influence of travel agents’ manager
competencies – ability, motivation and opportunity seeking – for knowledge transfer in the Egyptian
context. In addition, it investigates the direct effects of the three dimensions of travel agents’ manager
competencies – ability, motivation and opportunity seeking – for knowledge transfer. Finally, the paper
investigates how employee’s absorptive capacity moderates the effects of managers’ competencies on
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knowledge received by the employees and moderates the effects of knowledge received by the
employees on travel agents’ performance
Keywords Egypt, Knowledge transfer, Absorptive capacity, Ability-motivation-opportunity
framework, Travel agents
Paper type Research paper
1. Introduction
Human capital is one of the main assets in organizations, which is capable of survival and
success if managed effectively. Hence, managers must pay attention to the human
investment (Dobre, 2013; McGehee et al., 2010). Enhancing employees’ performance and
improving the competitive advantages of an organization are mainly based on the ability to
transfer knowledge from the source to the recipients (Jimenéz-Jimenéz et al., 2014). Thus,
transfer knowledge from the source to recipient is vital to the success of organization
performance (Lin et al., 2016; Wood et al., 2016).
A globalized world is characterized by fast knowledge transfer across large geographic
areas via the internet. Therefore, the consequence of this globalization is the emergence of
knowledge-based economies where significance is placed on effective management of
human capital to ensure that workers continue to create the right value for the economy
(Omotayo, 2015). Today, organizations no longer compete solely on the basis of financial
capital and strength. Knowledge is the new competitive advantage in business, knowledge
which is considered as a core competence for organizations (Anantatmula and Stankosky,
2008). Knowledge is often defined as a “justified personal belief” (Nonaka, 1994, p. 15;
McCall, Arnold and Sutton, 2008; Frechtling, 2004) and value creation (Massa and Testa,
2009). Knowledge is a justified personal belief that increases an individual’s capacity to
take effective action (Wei and Xie, 2008). There are many taxonomies that specify various
kinds of knowledge (Zack, 1999). Smith (2001) claimed that the most fundamental
distinction is between “tacit” and “explicit” knowledge. Tacit knowledge inhabits the minds
of people and is (depending on one’s interpretation of Polanyi’s (1966) definition) either
impossible or difficult to articulate. Explicit knowledge exists in the form of words,
sentences, documents, organized data, computer programs and in other explicit forms
(Meihami and Meihami, 2014). If one accepts the useful “difficult-to-articulate” concept of
tacit knowledge, a fundamental problem of knowledge management (KM) is to explicate
tacit knowledge and then to make it available for use by others (Zack, 1999).
The term KM can be defined by Hislop (2013) as a systematic and organized approach to
improve the ability of the organization to mobilize knowledge to enhance decision-making,
take actions and deliver results in support of the underlying business strategy. Another
commonly used model defines the following stages in the knowledge process:
identification, acquisition, development, distribution, use and retention (Hussain et al.,
2004). McCall et al. (2008) stated that KM can be defined as the organizational “efforts
designed to (A) capture knowledge; (B) convert personal knowledge to group-available
knowledge; (C) connect people to people, people to knowledge, knowledge to people, and
knowledge to knowledge; and (D) measure that knowledge to facilitate management of
resources and help understand its evolution”.
The management of knowledge has generated a considerable interest in business and
management circles due to its capability to deliver to organizations, strategic results
relating to profitability, competitiveness and capacity enhancement (Jeon et al., 2011).
Therefore, successful organizations nowadays understand why they must manage
knowledge, develop plans as to how to accomplish this objective and devote time and
energy to these efforts. This is because KM has been described as a key driver of
organizational performance (Bosua and Venkitachalam, 2013) and one of the most
important resources for the survival and prosperity of organizations (Kamhawi, 2012). KM
should be used to solve business problems. Therefore, the key to effectively managing
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knowledge is to identify importance of knowledge for the organization and to create
processes to utilize that knowledge (Anantatmula and Stankosky, 2008).
Chang et al. (2012) contended that the supporters of the KM theory have identified ability,
motivation and opportunity as important for explaining the creation and transfer of
knowledge. Hence, the successful performance of any task in an organization, which is
based on the ability, motivation and opportunity to transfer knowledge to a recipient (e.g.
employees, subsidiaries companies), depends on knowledge source (e.g. managers,
parent companies, expatriates) ability, motivation and opportunity to perform the transfer.
Furthermore, Szulanski (1996) and Yahiaoui et al. (2016) argued that theorists have also
identified recipient absorptive capacity as a critical factor in the successful transfer of
knowledge. This signifies that once knowledge received by subsidiaries, companies or
employees, must be better and successfully absorbed and utilized to contribute more to
recipients and the overall performance of the organization.
The present study suggests that managers’ competencies in knowledge transfer enhance
knowledge received by the employee, which in turn improves employee performance.
Furthermore, employee absorptive capacity moderates the first link (i.e. the relationship
between managers’ competencies in knowledge transfer and knowledge received by the
employee) and the second link (i.e. the relationship between knowledge received by the
employee and employee’s performance) in the mediation relationship, contributing to
the current literature because, to the best of knowledge, this has not been done in any other
study. Therefore, the current study aims to contribute the following to the literature of
tourism and hospitality:
 This study contributes to the literature by expanding the extant literature on knowledge
transfer and absorptive capacity by investigating the influence of travel agents’
manager competencies – ability, motivation and opportunity seeking – for knowledge
transfer in the Egyptian context.
 Despite the theoretical aspect attributed to ability, motivation and opportunity
framework and absorptive capacity, comparatively little research focuses on its role
within manager–employee relationships in travel agents in developing countries.
 This study also investigates the direct effect of the three dimensions of travel agents’
manager competencies – ability, motivation and opportunity seeking – for knowledge
transfer.
 This study investigates how employee’s absorptive capacity moderates the effects of
managers’ competencies on knowledge received by the employees and moderates the
effects of knowledge received by the employees on travel agents’ performance
Our study is organized as follows: The next section outlines the Egyptian tourism context
and highlights the need of such research in a key sector within the country. Thereafter, the
theoretical framework and hypotheses are developed, followed by an overview of the
research methods and findings. Finally, the results are discussed and conclusions are
drawn.
2. Tourism sector in Egypt
Considered as the key engine for Egypt’s economic growth, the Egyptian tourism sector
can be seen as an important source of foreign exchange and a significant generator of
directly related and indirectly related jobs (Richter and Steiner, 2008). Tourism in Egypt is
associated with approximately 70 feeder services and complementary industries,
representing about 40 per cent of Egypt’s non-commodity exports (Hilmi et al., 2012). The
tourism boom has had a great effect on Egypt’s economic development. In most cases,
Egypt can be seen as a perfect example of the positive economic outcomes of tourism,
which seem to outweigh its negative effects (Steiner, 2006). Tourism is considered one of
VOL. 22 NO. 1 2018 JOURNAL OF KNOWLEDGE MANAGEMENT PAGE 121
D
ow
nl
oa
de
d 
by
 D
oc
to
r G
om
aa
 A
ga
g 
A
t 1
3:
17
 3
0 
M
ar
ch
 2
01
8 
(P
T)
the most important pillars of Egypt’s economy. For example, in 2013, the tourism sector
employed about 12.6 per cent of Egypt’s workforce, serving approximately 14.7 million
tourists and providing incomes of nearly $19bn (Agag and El-Masry, 2017). Egypt accrued
$6.1bn in tourism revenue in 2015, as the total number of tourists dropped by 6 per cent to
9.3 million and the total number of tourist nights declined by 14 per cent (Egyptian Ministry
of Tourism, 2015).
Perceived as a crucial stakeholder in the tourism sector, travel agents are essential to the
development and success of this sector. They are increasingly considered as the most
powerful and influential player within the sector through their role as “sales agents” in the
distribution of packaged holidays and destinations (Baloglu and Mangaloglu, 2001).
3. Theoretical background and hypotheses
To date, ability, motivation and opportunity framework has been theoretically developed
and empirically tested as a robust theoretical lens that provides insights into knowledge
sharing (Turner and Pennington, 2015). Transfer knowledge requires the willingness of a
group or an individual to work with others and share knowledge to their mutual benefit.
Therefore, it is impossible to transfer knowledge without sharing. This indicates that
managers, employees and work group should have a high level of co-operation to ensure
transferring knowledge successfully (Syed-Ikhsan and Rowland, 2004). Siemsen et al.
(2008) argued that ability, motivation and opportunity have been documented as the
building blocks of any successful action. Lawson and Potter (2012) contended that
applying the ability, motivation and opportunity framework may help overcome an
organization’s internal stickiness in knowledge transfer.
Ability refers to the talent, knowledge, skills, proficiency and experience required to
achieve a task. Motivation refers to the willingness (or the degree to which an individual is
motivated) to perform it. Chang et al. (2012, p. 929) defined opportunity seeking as “the
search and utilization of resources and opportunities through social relationships to solve
difficulties in transferring knowledge”. According to Nahapiet and Ghoshal (1998), the
ability of organizations to generate new knowledge and apply its results stems from
the collective ability of organizational members to generate, learn, understand, share and
utilize knowledge. According to Tho and Trang (2015), motivation helps individuals
establish and improve the quality of cognitive engagement, leading to success. Ability,
motivation and opportunity have been identified in relation to specific tasks. For example,
motivation to learn refers to “a desire on the part of trainees to learn the content of the
training program” (Colquitt and Simmering, 1998, p. 654). The research conceptual
framework and hypotheses are shown in Figure 1.
3.1 The ability, motivation and opportunity and knowledge received by employees
Studies on knowledge processes in organizations realize the role of ability, motivation and
opportunities as an important framework for explaining the creation and transfer of
knowledge (Kelloway and Barling, 2000). Based on the theoretical development of Chang
et al. (2012), the carrier of knowledge competencies in knowledge transfer increases
knowledge received by the recipients to which the carrier of knowledge have been
assigned, which in turn enhances recipients’ performance. For example, Argote et al.
(2003) argued that successful people’s performance is based on people’s ability,
motivation and opportunities to perform; successful KM is also based on ability, motivation
and opportunity. The study findings of Turner and Pennington (2015) revealed that
motivation and opportunity are positively associated with knowledge sharing; however,
ability is negatively associated with knowledge sharing. Minbaeva et al. (2003) suggested
that a higher rating of knowledge utilization will be achieved if the recipients of knowledge
have the ability and motivation to absorb new external knowledge. In addition, Wang and
Noe (2010) indicated that if the ability, motivation and opportunity seeking to transfer
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knowledge of carriers are strong, the receivers will get more advanced knowledge from the
carriers, which leads to the result that employees can transform the knowledge into
productive forces and improve the performance of an organization. Thus, the researcher
shares these arguments toward ability, motivation and opportunity and knowledge sharing
in travel agents and proposes the following hypotheses:
H1. Managers ability to transfer knowledge to an employee positively influences
knowledge received by the employee in travel agents.
H2. Managers motivation to transfer knowledge to an employee positively influences
knowledge received by the employee in travel agents.
H3. Managers opportunity seeking to transfer knowledge to an employee positively
influences knowledge received by the employee in travel agents.
3.2 Mediating role of knowledge received by employees
Knowledge not only can be transferred from person-to-person but also includes person to
group or a team, group or team to person or team or group to team or group (Syed-Ikhsan
and Rowland, 2004; Sanchez-Vidal et al., 2016). Therefore, the process of knowledge
transfer involves both transmission (by managers, in this study) and receipt (by employees)
of knowledge (Chang et al., 2012). In other words, Davenport and Prusak (1998, p. 101)
contented that knowledge transfer includes two tasks which are “transmission (sending or
presenting knowledge to a potential recipient) and absorption by that person or group”. In
addition, Seidler-de Alwis and Hartmann (2008) and Fei et al. (2009) found that the amount
of knowledge received by the recipients from manager competencies in transferring
knowledge within an organization plays a vital role in knowledge transfer process.
Through socialization, education and learning, knowledge transfers happen (Roberts,
2000). In this sense, education and training can be the basis for strengthening constant
knowledge transfer to help get employees engaged in the KM process. Thus, managerial
attention must be dedicated to developing the learning capacities of the organization (Fei
et al., 2009). Thus, managers, as the source and carriers of knowledge, must have the
ability to communicate good ideas about their business (Turner and Pennington, 2015) and
Figure 1 Theoretical framework and hypotheses
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possess superior managerial competencies (knowledge, skills and experience) to solve
difficulties in the knowledge transfer process (Chang et al., 2012). Hence, when the source
of knowledge has the ability to solve difficulties in the transfer process, the knowledge
received by the recipient from carriers of the knowledge should increase (Peng, 2011).
Moreover, source managers’ knowledge transfer capacity is the ability to articulate uses of
their own knowledge, assess the needs and capabilities of the potential recipient and
transmit knowledge so that it can be put to use within the recipient organization (Martin and
Salomon, 2003). However, Schreiber et al. (2011) argued that the crucial element in
knowledge transfer is not the carrier of the original knowledge but the receiver’s perception
of the effectiveness and applicability of this transmitted knowledge in its operations. Thus,
Wang and Wang (2012) confirmed that the process of knowledge transfer is based not only
on the cognitive characteristics of the user that is the focus of the interpretation but also on
the method by which it is presented to the user and represented by the codification used
to distinguish that specific knowledge.
Abdul-Jalal et al. (2013) argued that managers have the ability to increase the level of
knowledge sharing success by ensuring that the design of human resources management
practices are customized to support the maximizing of employees’ knowledge sharing
capabilities. Chang et al. (2012) argued that ability, motivation, and opportunity seeking to
solve difficulties in transferring knowledge increase the knowledge received by a recipient.
Junni et al. (2012) argue that for the knowledge transfer to be effective, the sender should
be motivated to explain and frame the knowledge and to support its interpretation for the
recipient. In addition, the recipient should have the ambition to recognize and receive the
knowledge and utilize it for his/her own purpose and context. Therefore, Junni et al. (2012,
p. 6) define knowledge transfer as “the receiver’s use of the sender’s knowledge”. Based
on the aforementioned arguments, it can be argued that the ability, motivation and
opportunity of manager competencies will maximize the knowledge received by the
employees, which in turn will enhance employee performance (Chang et al., 2012). The
study’s conceptual framework proposes that knowledge received by an employee from
managers mediates the relationship between manager competencies in knowledge
transfer and travel agent performance. Based on this discussion, the following hypotheses
are proposed:
H4. Managers’ ability to transfer knowledge to an employee has an indirect effect on
travel agent performance.
H5. Managers’ motivation to transfer knowledge to an employee has an indirect effect
on travel agent performance.
H6. Managers’ opportunity seeking to transfer knowledge to an employee has an
indirect effect on travel agent performance.
3.3 Knowledge transfer and travel agents’s performance
Generally, the term knowledge transfer refers to an event through which one organization
learns from the experience of another (Darr et al., 1995). Knowledge transfer can be
measured by its influence on changes in organizations performance (Argote and Ingram,
2000). Syed-Ikhsan and Rowland (2004) and Yusof and Bakar (2012) demonstrated that
knowledge transferring from one to another within an organization contributes to its
performance. Studies by Lesser and Storck (2001) and Johnson (2007) found communities
of practice to be an effective way for organizations to transfer tacit knowledge among
workers and improve organizational performance. Moreover, for organization to maximize
and achieve the competitive advantage and consistently high performance arising from
knowledge, knowledge must be effectively transferred within organizations (Murray and
Peyrefitte, 2007).
Hussain et al. (2004) argued that achieving high project performance depends on the level
of effort of knowledge transfer and the body of knowledge of the project managers.
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Although the benefits of transfer knowledge have been documented in many settings of
manufacturing and services (Paulin and Suneson, 2012), the effectiveness of knowledge
transfer varies considerably among organizations (Ajmal and Koskinen, 2008). To sum up,
in this study, if the travel agent managers are willing to transfer knowledge, they can
overcome all the difficulties to transfer knowledge to employees, which will actively
enhance the travel agent performance. Based on these arguments, the author posited the
following hypothesis:
H7. Knowledge received by employees positively influences travel agents’
performance.
3.4 Moderating role of employees’ absorptive capacity
This study investigates how an employee’s absorptive capacity moderates the effects of
managers’ competencies on knowledge received by the employees and moderates the
effects of knowledge received by the employees on travel agents’ performance. According
to Cohen and Levinthal (1990), corporate performance is linked to the learning capabilities
of an organization or its “absorptive capacity”. As Adler (1965), Kamal and Flanagan (2014)
and Kocoglu et al. (2015) explained, the concept of absorptive capacity originates from
macroeconomics where it refers to the ability of an economy to effectively utilize its capital
resources. Cohen and Levinthal (1990, p. 128) and Minbaeva et al. (2003) defined
absorptive capacity as “the ability of a firm to recognize the value of new, external
information, assimilate it, and apply it to commercial ends”. Zahra and George (2002) gave
a comprehensive definition of absorptive capacity in which they described it as a set of
organizational procedures and processes by which organizations acquire, assimilate,
transform and exploit knowledge to create a dynamic organizational capability. Based on
these definitions, four components of absorptive capacity have been identified:
1. identifying and recognizing external knowledge;
2. processing and understanding it;
3. combining it with existing knowledge; and
4. applying the new knowledge to commercial ends(Chang et al., 2012; Kocoglu et al.,
2015).
Absorptive capacity has also been acknowledged as a critical component for organizations
to sustain, grow and compete in their market. As Minbaeva et al. (2003) mentioned the
concept of absorptive capacity has been used as a key concept for understanding the
conditions for effective learning. There is no doubt that absorptive capacity has been one
of the most repeatedly mentioned and investigated terms in organization management
during the past two decades (Volberda et al., 2009). It is, therefore, a fascinating concept
to understand how companies develop the ability to capture learning components within
and outside themselves, then retain such knowledge and finally make use of it to improve
their decisions and their organizational performance (Kocoglu et al., 2015). The absorptive
capacity of an organization is not, however, simply the sum of the absorptive capacities of
its employees, and it is, therefore, useful to consider what aspects of absorptive capacity
are distinctly organizational (Cohen and Levinthal, 1990). Absorptive capacity results from
a prolonged process of investment and knowledge accumulation Tsai (2001). The
absorptive capacity of an organizational unit for learning depends on its endowment of
relevant technology-based capabilities (Mowery et al., 1996).
Therefore, to have successful exploitation of newly acquired knowledge, there must be
a sharing of knowledge among members of the firm. Social integration mechanisms can
facilitate the process and reduce the gap between potential absorptive capacities and
realized absorptive capacity (Zahra and George, 2002). The successful development of
absorptive capacity will contribute to a firm’s achievement of competitive advantage
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(Kamal and Flanagan, 2014). According to Szulanski (1996), the lack of absorptive
capacity is viewed as a deficiency in the knowledge transfer process. In addition, Ismail
(2015) indicated that it is possible that employees will perceive the knowledge from the
carriers to be foreign and less valuable in their local context and, therefore, will not
actively learn from carriers, leading to less knowledge received or acquired by the
employees. Thus, Chang et al. (2012, p. 931) suggested that “lower or greater
recipients’ absorptive capacity would weaken or strengthen the relationship between
the carrier of knowledge competencies in knowledge transfer and knowledge received
by the recipients at which they are working”. Moreover, Schreiber et al. (2011) argued
that poor absorptive capacity leads to the isolation of the recipient of knowledge and,
thus, lower contribution in knowledge transfer. Hence, the author suggests the following
hypotheses:
H8. The relationship between managers’ ability to transfer knowledge to employees
and knowledge received by the employees is stronger when employees’
absorptive capacity is greater.
H9. The relationship between managers’ motivation to transfer knowledge to
employees and knowledge received by the employees is stronger when
employees’ absorptive capacity is greater.
H10. The relationship between managers’ opportunity seeking to transfer knowledge to
employees and knowledge received by the employees is stronger when
employees’ absorptive capacity is greater.
It is acknowledged that for some organizations, the application of new knowledge and
technology may improve their performance, but for others, it may not make any difference,
or it may even decrease their productivity (Zahra and George, 2002). Easterby-Smith et al.
(2008) demonstrated that absorptive capacity has positively influenced the degree of
knowledge transfer. It is also found that absorptive capacity within an organization
increases the degree of knowledge transfer (Lawson and Potter, 2012). Szulanski (1996)
also confirmed the lack of absorptive capacity, casual ambiguity and relationship
difficulties. The research finding of Escribano et al. (2009) suggests that the absorptive
capacity is indeed an important source of competitive advantage. In other words,
Escribano et al. (2009) concluded that absorptive capacity positively moderates the
relationship between external knowledge flows and innovation performance. Tsai (2001,
p. 998) stated that “absorptive capacity is also likely to moderate the effect of network
position on business unit innovation and performance. For knowledge transfer process to
have a strong and lasting influence on organizations performance, Chang et al. (2012)
contented that the knowledge received from the carriers of knowledge must become an
integral part of the organizations’ routines guiding its operations. Thus, in this study, the
researcher proposed that absorptive capacity may also moderate the relationship between
the knowledge it received by employees and travel agents’ performance. Therefore, in the
travel agents’ context, the following hypothesis has been proposed:
H11. The relationship between knowledge received by employees and travel agents’
performance is stronger when employees’ absorptive capacity is greater.
4. Methodology
4.1 Sampling and procedures
A positivist research philosophy was adopted with a quantitative approach, in which
quantitative data were gathered based on questionnaires to tackle different stages of the
study. To test the hypotheses, a self-administrated face-to-face survey of about 42
questions, launched on November 7, 2016, was used to compile response from top and
medium management category A travel agents operating in Egypt. Category A travel
agents are those qualified to work globally on tourism activities both inbound and outbound
(Abou-Shouk et al., 2016). According to the Egyptian Travel Agents Association (2015),
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there are 1,229 Category A travel agents in Egypt located in Cairo Governorate. Given the
high concentration in Greater Cairo and the geographical diffusion of the other
governorates throughout Egypt, significant costs, time and difficulties could be involved in
delivering and collecting questionnaires outside Greater Cairo. Therefore, as a sampling
frame, the focus was on 1,229 Category A travel agents located in Cairo – Egypt. The study
survey covers numerous issues, with questions on manager’s competencies in knowledge
transfer as a whole in travel agents, knowledge received by employees, employee
absorptive capacity, travel agents’ performance, as well as a final part eliciting feedback on
the socio-economic status of numbers, including gender, age, education level, marital
status, work experience and occupation.
Based on a systematic random procedure, a representative sample of 728 travel agents
was selected, By December 3, 2016, in total, 600 copies were collected from which 577
responses were considered to be valid for further analyses, and all responses with missing
values (23) were deemed invalid. This actually meets the suggestion by Bartlett et al. (2001)
who determined the sample size for partial least squares (PLS) estimation, ten cases per
predictor as a cut-off sample size. In our framework, there are 6 constructs with their 36
indicators and thus needed a minimum of 360 observations. As 577 cases were collected
and valid, the current research sample size is a very good and practically acceptable size
for the use of PLS. As 577 responses were considered to be valid for further analyses, the
current study sample size satisfies the lower sample size threshold for SEM (Westland,
2010).
The aim of the piloting was to refine the questionnaire so that the target respondents will
have no difficulties in understanding and answering the questions, and there will be no
problem in recording the data (Elbaz and Abou-Shouk, 2016). The 50 returned
questionnaires were coded and entered into SPSS (version 22) to test the reliability (internal
consistency) and validity of the variable scales. Cronbach’s  and corrected item-total
correlation were used to measure the reliability and validity of constructs. Item-total
correlation is a method commonly used to examine the homogeneity of a scale made up of
several items. Reliability analysis was performed on the six constructs and turned out to be
highly reliable. Corrected item-total correlations were appropriate, indicating that no item
was redundant, and thus no items were deleted. The overall number of indicators involved
in the final questionnaire is 36 indicators measuring 6 constructs.
Overall, as can be seen from Table I, the frontline employees involved in the sample were
mostly 31-40 years old (53.6 per cent), followed by the 41-50 years old (27.2 per cent). As
for their gender, a significantly higher proportion of males were recorded (approximately
62.3 per cent). This is very common in the Middle-East where a male population usually
dominates the work-place (Elbaz and Haddoud, 2017). The vast majority of the travel
agents hold at least a Bachelor degree (99.0 per cent). The respondents were mostly
married (82.1 per cent), followed by the single, never married (17.3 per cent). Moreover,
25.6 per cent of the participants’ experience does not exceed 5 years, and 60 per cent of
the sample’s experience were mostly 5 to 10 years (64.5 per cent). The table also shows
that more than third of respondents were reservationist (37.6.7 per cent), followed by sales
and marketing employees (17.7 per cent).
4.2 Measures
All the six constructs, used in the present, were previously validated and drawn from the
administrated questionnaire. Items were assessed on a Likert scale ranging from 1
“strongly disagree” to 5 “strongly agree”. Six constructs were measured: ability to transfer
knowledge, motivation to transfer knowledge, opportunity seeking to transfer knowledge,
knowledge received, absorptive capacity and organization performance. Further details for
these measures are provided in the Appendix.
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4.2.1 Organizational performance. We adopted the five-item scale developed by Conger
et al. (2000) and Elbaz and Haddoud (2017) that assessed the extent to which the Egyptian
travel agents have improved their ability to compete in the tourism market.
The instruments for the measurement of ability to transfer knowledge (the first three items,
ABI1, ABI2 and ABI3) were based on the works of Chang et al. (2012), whereas the
remaining two items (ABI4 and ABI5) extracted from Turner and Pennington (2015)
(Appendix). Motivation to transfer knowledge: the scale originally developed by Chang
et al. (2012) and has been modified. Measures for opportunity seeking to transfer
knowledge (the first two items, OPP1 and OPP2) were based on the works of Chang et al.
(2012), whereas the remaining three items (OPP3, OPP4 and OPP5) were based on Turner
and Pennington (2015) (Appendix). The frontline employees in the Egyptian travel agents
were asked to assess the extent to which the items accurately described their
competencies in knowledge transfer as a whole.
Knowledge received has been measured using a five-item measure by Chang et al. (2012).
This measure focuses on the amount of knowledge that the employees received from the
managers in the Egyptian travel agents. Similarly, absorptive capacity was analyzed using
a four-item scale, which was improved and validated from Ettlie and Pavlou (2006); Lawson
and Potter (2012) and Chang et al. (2012). Participant were asked about the extent to which
the statements accurately described their employees: identifying and recognizing external
knowledge, processing and understanding it, combining it with existing knowledge, and
applying the new knowledge to commercial ends.
Table I Sample characteristics
Characteristics (%)
Age
31-40 years 53.6
41-50 years 27.2
51-60 years 15.4
More than 60 years 3.8
Gender
Male 62.3
Female 37.7
Education
Bachelor degree 99.0
Diploma 0.5
Master’s degree 0.5
Doctorate degree 0.0
Others 0.0
Marital status
Single, never married 17.3
Married 82.1
Widowed 0.3
Divorced 0.2
Experience
Below 5 years 25.6
5-10 years 64.5
11-15 years 7.6
Above 15 years 2.3
Occupation
Customer services 9.0
Sales and marketing employees 17.7
Reservation Ticketing 37.6
Religious tourism 15.1
Others 3.9
PAGE 128 JOURNAL OF KNOWLEDGE MANAGEMENT VOL. 22 NO. 1 2018
D
ow
nl
oa
de
d 
by
 D
oc
to
r G
om
aa
 A
ga
g 
A
t 1
3:
17
 3
0 
M
ar
ch
 2
01
8 
(P
T)
5. Analysis
An investigation of such a relationship is required and will be pursued through the
application of PLS-SEM. Warp PLS 5.0 program was used as it tolerates building a complex
conceptual framework of a multi-block analysis, and ultimately, it facilitates the task of
estimating all-formative and reflective latent variables (Hair et al., 2016) to validate the
measures and test the hypotheses. PLS also minimizes the endogenous variables residual
variances (Henseler et al., 2009). Moreover, Lowry and Gaskin (2014) declared that as a
SEM, PLS is suitable to examine mediation and moderation hypotheses. Finally, it does not
require a normal distribution, as opposed to covariance-based approaches, which requires
a normal distribution (Henseler et al., 2016).
5.1 Measurement model
Tests of normality were conducted to satisfy the criterion of multivariate normality, namely,
skewness, kurtosis and Mahalanobis distance statistics (Bagozzi and Yi, 1988) for all the
constructs (Appendix). These indicated no departure from normality. The Cronbach’s alpha
reliability coefficient was calculated to assess the psychometric properties of the
constructs (Nunnally and Bernstein, 1994).
To assess the measurement quality of the constructs used in the study conceptual
framework (i.e. the measurement model), the study examined both validity and internal
consistency (reliability) for all constructs. Internal consistency of constructs were examined
through both composite and Cronbach’s  (Table II). Alternatively, constructs validity was
assessed through the items loadings (Appendix) and average variance extracted (AVE) for
convergent validity (Table II) and the square roots of AVE for discriminant validity and AVE
for convergent validity (Table II). Issues of collinearity were also checked, the variance
extracted factor (VIF) for all constructs (Table II).
Table II shows that composite reliability and Cronbach’s alpha values for each of the latent
variables exceeded 0.70, signifying good reliability (MacKenzie et al., 2011). As for
convergent validity, all AVEs met the 0.5 minimum value for convergent validity and all
items’ loadings exceeded the 0.5 threshold (Hair et al., 2016) (Tables II and III). Finally,
Table II indicates that all VIFs values were less than five, implying the absence of both
multicollinearity and common methods bias (Kock and Lynn, 2012).
In addition, Table III shows that all the retained items had loadings greater than the
recommended 0.7 cutoff (Carmines and Zeller, 1979), and that indicators loaded well on
Table II Discriminant validity of the constructs
Correlations and square roots of AVEs
Construct ABI MOT OPP KNO ABS PER
ABI (0.816)
MOT 0.487 (0.820)
OPP 0.242 0.346 (0.720)
KNO 0.505 0.531 0.558 (0.805)
ABS 0.435 0.527 0.464 0.500 (0.810)
PER 0.449 0.494 0.420 0.691 0.598 (0.784)
Construct coefficient
AVE 0.610 0.715 0.647 0.549 0.608 0.620
VIFs 1.454 1.635 1.449 1.480 2.038 1.794
CA 0.895 0.912 0.917 0.899 0.898 0.891
CR 0.765 0.854 0.819 0.832 0.848 0.846
Notes: Italic items are the square root of average variance extracted (AVEs); ABI  ability to
transfer knowledge; MOT  motivation to transfer knowledge; OPP  opportunity seeking to
transfer knowledge; KNO  knowledge received by employees; ABS  employee absorptive
capacity; PER  performance; CA  Cronbach’s alpha; CR  composite reliability
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their respective constructs. These test findings indicate good convergent validity. To
assess discriminant validity, this study used multiple techniques. First, all latent variables
correlations were lower than the square root of AVE of their respective constructs (Fornell
and Larcker, 1981). Second, through chi-square difference test (Anderson and Gerbing,
1988), it was confirmed that correlations between each pair of constructs were significantly
different from unity (i.e. 1.0). In addition, it can be observed that the correlation matrix in
Table II, finding that the largest correlation was 0.59 less than recommended 0.71
(Mackenzie et al., 2011). Finally, as seen in Table III, all of the indicators loaded well onto
their own latent factor and poorly on other factors. All of these test results suggest good
discriminant validity.
To assess potential nonresponse bias, the author follows the method proposed by
Armstrong and Overton (1977), the study tested whether there were significant differences
among the early and late respondents. A total of 370 participants delivered the survey
during the early stage, and 207 delivered the survey during the late stage. Moreover, the
findings of the chi-square test did not demonstrate any significant differences between
early and late respondents at the 5 per cent significance level. Accordingly, the probability
of nonresponse bias was excluded.
Finally, to check for common method bias, a post-hoc test was applied using Harman’s
one-factor. In this, the first factor accounted for 30.37 per cent per cent of the variances
which is less than the critical 50 per cent (the variances explained ranges from 19.32
per cent to 30.37 per cent). Hence, no major signs of common method bias were noted
(Chin et al., 2012). In addition, following the method proposed by Liang et al. (2007), the
results indicate that the substantive variance of indicators is 0.7, the average
method-based variance is 0.007, and all the method factor loadings are not significant.
Table III Loadings and cross-loadings of measurement items
Items ABI MOT OPP KNO ABS PER p-value
ABI1 (0.794) 0.321 0.304 0.103 0.318 0.029 0.001
ABI2 (0.836) 0.409 0.602 0.411 0.347 0.384 0.001
ABI3 (0.892) 0.031 0.429 0.303 0.198 0.473 0.001
ABI4 (0.833) 0.311 0.133 0.092 0.429 0.372 0.001
MOT1 0.309 (0.833) 0.221 0.403 0.281 0.182 0.001
MOT2 0.235 (0.890) 0.320 0.229 0.491 0.491 0.001
MOT3 0.264 (0.884) 0.119 0.323 0.118 0.218 0.001
MOT4 0.123 (0.906) 0.221 0.103 0.382 0.291 0.001
MOT5 0.088 (0.832) 0.201 0.263 0.384 0.028 0.001
OPP1 0.223 0.421 (0.831) 0.231 0.172 0.481 0.001
OPP2 0.187 0.239 (0.901) 0.099 0.431 0.102 0.001
OPP3 0.304 0.027 (0.901) 0.212 0.329 0.028 0.001
OPP4 0.045 0.333 (0.893) 0.521 0.129 0.002 0.001
KNO1 0.121 0.480 0.303 (0.898) 0.382 0.347 0.001
KNO2 0.132 0.210 0.013 (0.803) 0.557 0.127 0.001
KNO3 0.231 0.494 0.211 (0.778) 0.349 0.487 0.001
KNO4 0.409 0.402 0.354 (0.811) 0.175 0.321 0.001
ABS1 0.043 0.221 0.245 0.532 (0.874) 0.472 0.001
ABS2 0.328 0.290 0.328 0.039 (0.904) 0.227 0.001
ABS3 0.128 0.022 0.128 0.232 (0.796) 0.102 0.001
ABS4 0.238 0.492 0.003 0.428 (0.788) 0.348 0.001
PER1 0.190 0.478 0.473 0.239 0.378 (0.859) 0.001
PER2 0.027 0.297 0.282 0.003 0.039 (0.863) 0.001
PER3 0.328 0.281 0.047 0.239 0.239 (0.870) 0.001
PER4 0.199 0.418 0.238 0.118 0.473 (0.871) 0.001
PER5 0.028 0.239 0.344 0.472 0.217 (0.932) 0.001
PER6 0.172 0.328 0.349 0.029 0.119 (0.869) 0.001
PER7 0.418 0.021 0.032 0.182 0.092 (0.856) 0.001
Notes: Italic items are factor loadings; ABI ability to transfer knowledge; MOTmotivation to transfer knowledge; OPP opportunity
seeking to transfer knowledge; KNO  knowledge received by employees; ABS  employee absorptive capacity; PER  performance
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Thus, it can be contended that common method bias may not be a serious problem in the
data set.
5.2 Structural model and hypotheses testing
The research proceeds to the analysis of the results of the structural model. Here, the path
coefficients (), the p values and the R2 values of the present framework are introduced in
Figure 2. Findings indicate that the model explains 47 per cent of the variance in knowledge
received by employee and 51 per cent of the variance in travel agents’ performance. Based
on the results, the strongest predictors of knowledge received by employee were manager
Figure 2 (a) Path coefficient results of full sample; (b) results of high absorptive
capacity subgroup; (c) results of low absorptive capacity subgroup
Manager ability to 
transfer knowledge to an
employee
Manager Motivation to 
transfer knowledge to an 
employee
Knowledge Received 
by the Employee
R² = 0.53
Travel Agents 
Performance
R² = 0.48
Manager opportunity
seeking to transfer
knowledge to an employee
0.69***
Manager ability to transfer
knowledge to an employee
Manager Motivation to 
transfer knowledge to an 
employee
Knowledge Received 
by the Employee
R² = 0.47
Travel Agents 
Performance
R² = 0.43
Manager opportunity
seeking to transfer
knowledge to an employee
0.19***
0.51***
Manager ability to 
transfer knowledge to an 
employee
Manager Motivation to 
transfer knowledge to an 
employee
Knowledge Received 
by the Employee
R² = 0.38
Travel Agents 
Performance
R² = 0.31
Manager opportunity 
seeking to transfer 
knowledge to an employee
0.21***
0.47***
(a)
(b)
(c)
0.23***
Notes: The asterisks represent the level of significance of the coefficient. *0.05;
**0.01; and ***0.001
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ability to transfer knowledge ( 0.48, p 0.001), manager opportunity seeking to transfer
knowledge ( 0.38, p 0.001) and manager motivation to transfer knowledge ( 0.23,
p  0.001). Therefore, the results support the suggested H1, H2 and H3. Moreover, results
show that knowledge received by employee is a significant and strong predictor of travel
agents’ performance (  0.69, p  0.001). Thus, the results support the suggested H4.
Moreover, effect sizes (f2) were used to evaluate the extent to which the predictor latent
variables affect the dependent variable. The following formula is adopted to estimate the
effect size for each path coefficient:
f2  (Rincluded2  Rexcluded2 )/(1  Rincluded2 ) (1)
As suggested by Chun et al. (2010), 0.02, 0.15 and 0.35 as operational definitions of small,
medium and large effect sizes, respectively. Therefore, the study model suggested that
knowledge received (f2  0.39) and travel agents’ performance (f2  0.47) have large
effect sizes.
A mediation analysis was applied to uncover the mediating role of knowledge received by
employee in the link between manager competencies to transfer knowledge and travel
agents performance (Table IV). A separate analysis was performed based on Baron and
Kenny’s (1986) procedure. The result has revealed that knowledge received by employee
fully mediates the link between motivation to transfer knowledge, opportunity to transfer
knowledge and travel agents’ performance and partially mediates the relationships
between ability to transfer knowledge and travel agents’ performance. In other words, the
positive influence of manager competencies to transfer knowledge (ability, motivation and
opportunity seeking) on travel agents’ performance is subject to the knowledge transferred
by the travel agent employees.
To further test the moderating role of absorptive, we used the formula suggested by Chin
et al. (2003) to assess the differences in path coefficients between the high-absorptive
capacity subgroup model and the low-absorptive capacity subgroup model, t-statistics has
been calculated, following Agag and El-Masry (2016) and Chang et al. (2012). As shown in
Table V, manager ability to transfer knowledge, manager motivation and manager
opportunity seeking to transfer knowledge have higher influence on knowledge received by
the employee for employee with high levels of absorptive capacity. Therefore, H8, H9 and
Table IV Indirect effects/results
Paths
Significance
OutcomeDirect effect
Indirect effect
via knowledge received
Motivation on performance p  0.23 p  0.03 Full mediation at 5%
Ability on performance p  0.01 p  0.002 Partial mediation at 5%
Opportunity seeking on performance p  0.18 p  0.04 Full mediation at 5%
Table V Statistical comparison of paths
Path
High-absorptive
capacity (R2  0.43)
Low-absorptive
capacity (R2  0.31)
Standardized
path coefficient p-value
Standardized
path coefficient t-value
ABI ¡ KNO 0.43 0.001 0.36 0.001
MOT ¡ KNO 0.19 0.001 0.21 0.01
OPP ¡ KNO 0.31 0.001 0.29 0.001
KNO ¡ PER 0.51 0.001 0.47 0.001
Notes: ABI ability to transfer knowledge; MOTmotivation to transfer knowledge; OPP opportunity seeking to transfer knowledge;
KNO  knowledge received by employee
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H10 are supported. Finally, knowledge received by the employee exerts stronger influence
on travel agents’ performance for employee with high levels of absorptive capacity,
indicating H11 is supported.
6. Discussion, implications and limitations
The main purpose of this study was to examine thoroughly the complex relationships
between manager competencies: ability, motivation and opportunity to transfer knowledge
and organizational performance in the context of travel agent. The major concerns are to
investigate how employee’s absorptive capacity moderates the effects of managers’
competencies on knowledge received by the employees and moderates the effects of
knowledge received by the employees on travel agents’ performance. Moreover, the author
examines the impact of managers’ competencies in knowledge transfer on travel agents’
performance through the knowledge received by the employees.
In addition, the study results identified the three antecedents of knowledge received by
employee as manager ability, motivation and opportunity seeking to transfer knowledge
have a positive effect on knowledge received by employee. All of the manager
competencies are significant predictors of knowledge received by employees. These
results are consistent with Wang and Noe (2010), who claimed that if the ability, motivation
and opportunity to transfer knowledge of carriers are strong, the receivers will get more
advance knowledge from the carriers, which leads to the result that employees can
transform the knowledge into productive forces and improve the performance of
organization. Moreover, Kelloway and Barling (2000) realized the role of ability, motivation
and opportunities as an important competency for explaining the creation and transfer of
knowledge.
The result revealed that knowledge received by employee fully mediates the link between
motivation and opportunity to transfer knowledge and travel agents’ performance and
partially mediates the relationships between ability to transfer knowledge and travel agents’
performance. These results are in line with Schreiber et al. (2011), who contended that the
crucial element in knowledge transfer process is not the carrier of the original knowledge,
but the receiver’s perception of the effectiveness and applicability of this transmitted
knowledge in its operations. Further data analysis based on Peng (2011) and Chang et al.
(2012) indicated that the ability, motivation and opportunity of manager competencies will
maximize the knowledge received by the employees, which in turn will enhance
organizational performance.
The findings of the interaction model support the well-investigated framework of Chang
et al. (2012) in which manager ability and opportunity seeking to transfer knowledge on
knowledge received by employee is positively moderated by employee absorptive
capacity Moreover, the results indicate that employee absorptive capacity moderates the
effect on the link between manager motivation to transfer knowledge and knowledge
received by an employee. It can be concluded that strong absorptive capacity of
employees leads to the engagement of the recipient of knowledge and, thus, higher
influence in knowledge transfer. Finally, the influence of knowledge received by an
employee on travel agents’ performance is positively moderated by the employee’s
absorptive capacity. These results are in line with Tsai (2001); Escribano et al. (2009) and
Chang et al. (2012), who found that absorptive capacity positively moderates the
relationship between external knowledge flows and innovation performance.
Based on the results of this research, the author would like to share several points worthy
of consideration for theory development. First, the findings of this study contribute to the
literature by expanding the extant literature on knowledge transfer and absorptive capacity
by investigating the influence of travel agents’ manager competencies – ability, motivation
and opportunity seeking – for knowledge transfer in the Egyptian context. Second, the
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present study established causality for the relationships between the study variables, using
SEM. Third, despite the theoretical aspect attributed to ability, motivation and opportunity
framework and absorptive capacity, comparatively little research focuses on its role within
manager–employee relationships in travel agents in developing country. Thus, the
successful development of the employees’ ability to receive knowledge and their capacity
to absorb it will contribute to a firm’s achievement of competitive advantage. Fourth, the
study results identified the three antecedents of knowledge received by employee as
manager ability, motivation and opportunity seeking to transfer knowledge that has a
positive effect on knowledge received by employee. Finally, the study findings show that
the influence of knowledge received by employee on travel agents’ performance is
positively moderated by employee absorptive capacity. Hence, it can be concluded that
strong absorptive capacity is vital and in turn leads to the involvement of the employees on
knowledge transfer process and, thus, higher contribution in knowledge transfer. This
argument supports Tsai’s (2001) belief that absorptive capacity is possible to moderate the
influence of network position on organization performance. Thus, the outcome of
knowledge transfer on travel agents’ performance depends on the extent to which
employees can absorb such new knowledge.
Many studies have shown that if there is a strong desire to transfer knowledge between the
holder and the receiver, this will be conclusive factor to the success of the transfer process
and thus improve the performance of the organization (Kelloway and Barling, 2000; Argote
et al., 2003; Wang and Noe, 2010; Chang et al., 2012; Abdul-Jalal et al., 2013). The study
findings further indicate that the three antecedents of knowledge received by an employee
as manager ability, motivation and opportunity seeking to transfer knowledge have a
positive effect on knowledge received by employee. Therefore, achieving successful travel
agents’ performance and successful KM are based on ability, motivation and opportunity
seeking of knowledge carrier and receiver. Thus, it is vital for successful knowledge
transferring and building willingness of a group or an individual to work with others and
share knowledge to their mutual benefit. This indicates that managers, employees and work
groups in the Egyptian travel agents’ context should have a high level of co-operation to
ensure transferring knowledge successfully. It can be concluded that managers in the
Egyptian travel agents who have the ability, motivation and opportunity to increase the level
of knowledge sharing succeed by ensuring that the design of human resources
management practices are customized to support the maximize of employees’ knowledge
sharing capabilities.
It is important for travel agents, owners, managers and employees to acknowledged
absorptive capacity as a critical component for organization to sustain, grow and compete.
Travel agents can also take steps to develop their employees’ absorptive capacity. Doing
so would further enhance the success of knowledge, employees and travel agents’
performance. Also, travel agents’ top management has to ensure their employees’
absorbing knowledge, identifying and recognizing external knowledge, processing and
understanding it, combining it with existing knowledge and applying the new knowledge to
commercial ends. Hence, it can be observed that the successful development of
absorptive capacity will contribute to a travel agent achievement of competitive advantage.
Thus, travel agents are advised to ensure and provide a clear vision as to what their
employees are trying to achieve with the knowledge received from their managers. Travel
agents may train their employees on functional skills, multiple languages, developing trust
and cooperation in knowledge transfer.
This study is bound by certain limitations that also provide fertile grounds for further
research. First, the study examined how employee’s absorptive capacity moderates the
effects of managers’ competencies on knowledge received by the employees and
moderates the effects of knowledge received by the employees on travel agents’
performance. However, innovation as a dependent variable can be investigated. Second,
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one limitation is that the study is restricted to Category A travel agents only in Greater Cairo.
Third, examining the antecedents of ability, motivation and opportunity seeking to transfer
knowledge is also important. Finally, any comparative study from a developed and
developing country would make a worthwhile contribution to the body of knowledge.
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Appendix
Table AI Descriptive statistics and normality tests of the constructs in the model
Statistics Mean SD
Corrected
correlation
item–total Skewness Kurtosis
Supporting
literature
Ability to transfer knowledge (ABI)
I have a lot of good ideas worth
sharing (ABI1)
3.9 0.874 0.682 0.586 0.714 Siemsen et al.
(2008);
Chang et al.
(2012);
I am capable of sharing important
information (ABI2)
4.2 0.786 0.693 0.694 0.093 Turner and
Pennington
(2015)
I have the ability to communicate
good ideas about my Business
(ABI3)
4.6 0.789 0.729 0.701 0.580
I possess superior managerial
(people) competencies
(Knowledge, skills and experience)
to solve difficulties in the
knowledge transfer process (ABI4)
4.8 0.735 0.602 0.684 0.781
Motivation to transfer knowledge
(MOT)
I am not afraid of losing power and
control to solve difficulties to
transfer knowledge to my
subordinates (MOT1)
4.2 0.792 0.652 0.489 0.732 Siemsen et al.
(2008);
Chang et al.
(2012);
I am willing to solve difficulties to
transfer knowledge to my
subordinates (MOT2)
3.9 0.817 0.587 0.637 0.548 Turner and
Pennington
(2015)
I am willing to cope with cultural
differences to transfer knowledge
to my subordinates (MOT3)
4.7 0.893 0.628 0.738 0.493
I am willing to devote time to solve
difficulties to transfer knowledge to
my subordinates (MOT4)
4.3 0.809 0.682 0.648 0.390
I am willing to make persistent
efforts to solve difficulties to
transfer knowledge to my
subordinates (MOT5)
4.1 0.798 0.690 0.629 0.362
Opportunity seeking to transfer
knowledge (OPP)
I seek opportunities through social
relationships to solve difficulties in
the knowledge transfer process
(OPP1)
4.8 0.873 0.583 0.487 0.632 Siemsen et al.
(2008);
Chang et al.
(2012);
I utilize social ties to generate trust
and cooperation to solve difficulties
in the knowledge transfer process
(OPP2)
4.2 0.890 0.673 0.589 0.367 Turner and
Pennington
(2015)
I have the opportunity to share
information (OPP3)
4.7 0.782 0.760 0.398 0.093
Sharing information is a priority in
our relationship (OPP4)
4.6 0.816 0.691 0.682 0.189
Knowledge received (KNO)
Technological know-how and skills
(KNO1)
4.6 0.873 0.730 0.549 0.543 Chang et al.
(2012)
Repair-related know-how and skills
(KNO2)
4.3 0.798 0.648 0.742 0.218
Managerial know-how and skills
(KNO3)
4.8 0.834 0.703 0.584 0.412
Knowledge about corporate culture
(KNO4)
4.1 0.804 0.594 0.394 0.398
(continued)
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Table AI
Statistics Mean SD
Corrected
correlation
item–total Skewness Kurtosis
Supporting
literature
Absorptive capacity (ABS)
Have the ability to acquire new
knowledge from managers to
achieve the travel agency targets
(ABS1)
4.3 0.881 0.680 0.459 0.034 Ettlie and
Pavlou
(2006);
Have the technical competency to
absorb the knowledge from the
managers (ABS2)
4.1 0.798 0.673 0.638 0.587 Lawson and
Potter (2012);
Have the ability to convert
knowledge or the practices from
the managers (ABS3)
4.7 0.736 0.598 0.589 0.387 Chang et al.
(2012).
Have the ability to exploit new
knowledge or practices from the
managers (ABS4)
4.4 0.903 0.703 0.741 0.587
Travel agent performance (PER)
Innovate new products/services
(PER1)
4.6 0.880 0.648 0.548 0.041 Gold’s et al.
(2001)
Identify new business opportunities
(PER2)
4.2 0.873 0.740 0.293 0.548
Coordinate the development efforts
of different units (PER3)
3.9 0.921 0.598 0.648 0.592 Potnuru and
Sahoo (2016)
Rapidly commercialize new
innovations (PER4)
4.1 0.798 0.673 0.491 0.438
Adapt quickly to unanticipated
changes (PER5)
4.7 0.751 0.759 0.185 0.218
Decrease market response times
(PER6)
4.5 0.840 0.647 0.583 0.421
Avoid overlapping development of
corporate initiatives (PER7)
4.8 0.772 0.590 0.752 0.389
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